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Abstract  
This article examines the relationship between management style practiced by managers and employees’ well being 
in an international bank in Malaysia. This particular study examines the type of management style (autocratic, 
democratic, paternalistic and laissez faire) as measured by a customized questionnaire from two different sources 
[1][2] in order to suit the purpose of this study. Employee’s well being is being measured quantitatively through a set 
of customized questionnaire [3] on their physical, psychological and social health. A total of 47 respondents from the 
bank completed the given questionnaire. Result revealed that the branch manager practiced paternalistic management 
style. Besides that, employees working under managers are healthy physically, psychologically, and socially. In 
addition, there is a rather weak but positive relationship between paternalistic style with physical and psychological 
health. 
 
© 2011 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of the Asia Pacific 
Business Innovation and Technology Management Society (APBITM).” 
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1. Introduction 
An organization is known to be a group of people gathered together for a specific purpose in order to 
achieve a desired goal. These people are from different expertise and thus have different attitudes and 
characteristics towards their work. Theoretically, it can be said that these factors such as attitudes and 
characteristics may enhance the performance of the organization. However, many organizations are 
facing great problems especially an average turnover rate of 18% according to the data collected in 
Hewitt’s 2007 Total Compensation Management survey [4]. It seems that some organizational factors 
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contribute to the turnover of employees [5]. Assuming the cause of turnover may result from a low job 
satisfaction and job performance which on the other hand related to one’s well being [6]. In simple, 
various organizational factors may influence the well being of employees at work [7][8][9][21].  
2.0. Literature review and approach 
Various studies have been conducted on the leadership style that affects employee’s well-being. 
According to [9], there is a positive relationship between transformational leadership and its follower’s 
well-being through mediation from work characteristics. Besides that, [10] discovered a relationship on 
charismatic leadership towards a positive emotion and mood. [11] conclude that supervisory behavior was 
the most dominant factor compared with other workplace factors that influences one’s well-being. 
According to [12], employees who have the opportunity to take part in discussions have a better feeling of 
belongingness and thus lead to a better mental health. From these studies conducted, it seems that 
different leaders with different management style may affect the workers’ well-being. Besides that, 
management style which is practiced by transformational leaders was found to have a positive association 
with an employee’s well-being [22]. It appeared to be through a meaningful experience during work that 
brings better well-being to the employees [9]. It means that employees who enjoy working in such an 
environment where they gain satisfaction would have less health complication. In addition, employees 
who are in a personal goal attainment working environment would positively associate with better well-
being [13]. Based on these studies, it is believed that an individual’s well-being could be influenced by an 
organization’s management style. To support further, [14] conducted a study on modern paternalism in 
hospital settings. It was found that company paternalism is positively related to the quality of LMX (r = 
0.27, p < 0.001), indicating that Hi-Pats (High paternalistic) are more involved in high quality LMX 
relationships than their Lo-Pat (Low paternalistic) co-workers [15]. In addition, [16] found that 
employees perceived greater work stressor that exists in a traditional management workplace compared to 
a democratic management workplace. Besides that, they concluded that managerial support allows 
employee feedback and bilateral communication in an organization is important because it improves 
employees’ well-being. Managers who are under pressure would also affect their subordinates by bullying 
them causing most of the subordinates to suffer from depression and other ill health problems [17]. 
Furthermore, managers who do not clarify their employee’s role and duty might cause role conflict and 
role ambiguity among employees. [18] stated that role ambiguity and role conflict would cause an 
individual to suffer from emotional exhaustion and depersonalization. There was also evidence stating 
that higher educated and younger employees were more prone to suffer from emotional exhaustion which 
includes burnout [13]. Managers who are people-oriented usually build strong bond with their employees 
by communicating with them on a one-to-one basis. According to [19], managers do communicate with 
subordinates on a one-to-one basis because they believe by doing so; it conveys a message of working 
together as a team but not a group. Subordinates might feel that they are actually a part of the 
organization where they gain self- belongingness in the organization. Thus, it improves their social health 
with friends and family. This paper adopted purposive sampling with a set of specifically customized 
questionnaire was developed to accommodate this research. The target population is workers in a 
Malaysian banking branch. Self-administered questionnaire divided into Section A consists of 16 
questions related to management style (autocratic, paternalistic, democratic, laissez faire) while section B 
consists of 15 questions related to employees’ well-being (physical, psychological, social). Lastly, section 
C consists of a few questions on demographic data (name, age, length of service). 
4.0. Findings 
Table 1 showed findings under autocratic management style which indicated 53.2% from employees 
who disagree with the statement that the manager makes decision without consulting others. About 34.0% 
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were uncertain whether to question their manager when the manager had made a decision. This brought to 
a lowest mean score of 3.04. There were mixed responds on the statement where they perceive their 
manager to push them to work harder even though they are already hardworking with 29.8% disagree, 
agree and uncertain about it. More than half of the employees, 68.1% agreed that their manager pushes 
them to beat their previous records. This statement has the highest mean score of 3.98. This section had 
an overall mean score of 3.36.  
Table 1.Tabulation of mean score on autocratic management style 
No Item S.D D U A S.A Mean 
Score 
1. He/She often makes decision without consulting others. 1 
(2.1%)
12 
(25.5%)
8 
(17.0%)
25 
(53.2%)
1 
(2.1%)
3.28 
5. People have learnt not to question his/her judgment, as 
he/she rarely backs down when he/she is truly passionate 
about something. 
1 
(2.1%)
14 
(29.8%)
16 
(34.0%)
14 
(29.8%)
2 
(4.3%)
3.04 
9. He/She pushes the employees to work even harder even 
though some of the employees are already hardworking. 
1 
(2.1%)
14 
(29.8%)
14 
(29.8%)
14 
(29.8%)
4 
(8.5%)
3.13 
13. He/She would urge the employees to beat their previous 
records. 
- 2 
(4.3%)
5 
(10.6%)
32 
(68.1%)
8 
(17.0%)
3.98 
 Overall Mean Score      3.36 
Tabulation of mean score on democratic management style is shown in Table 2. There were 46.8% 
employees who disagree that decision making made by the manager is always by a voting system. It 
contributed the least mean score of 2.49. 40.4% also disagree that their manager receives their approval 
before making any changes to their working conditions. Again, 40.4% disagree that they are welcome to 
challenge the manager’s ideas. More than half of the employees, 51.1% agreed that the manager divides 
tasks equally to them which contributed the highest mean score of 3.53. The overall for this section is 
therefore 2.94. 
Table 2. Tabulation of mean score on democratic management style 
No Item S.D D U A S.A Mean 
Score 
2. Decisions made by the manager are always by a voting 
system. 
5 
(10.6%)
22 
(46.8%)
12 
(25.5%)
8 
(17.0%)
- 2.49 
6. He/She receives employees’ approval before making any 
changes to their working conditions or role, even if it is 
just for a day. 
4 
(8.5%)
19 
(40.4%)
12 
(25.5%)
12 
(25.5%)
- 2.68 
10. Employees constantly challenge his/her ideas and 
strategies because they know they are welcome to do so.
- 19 
(40.4%)
8 
(17.0%)
18 
(38.3%)
2 
(4.3%)
3.06 
14. He/She entrusts tasks equally to his/her employees. 1 
(2.1%)
7 
(14.9%)
10 
(21.3%)
24 
(51.1%)
5 
(10.6%)
3.53 
 Overall Mean Score      2.94 
In paternalistic management style section (shown in table 3), there were more than half of the 
employees, 76.6% agreed that the manager gives advice and support when they seek for his opinions. It 
contributed the highest mean score of 3.94. Meanwhile, 61.7% agreed that their manager seeks advice 
from them when making a decision but they tend to agree more to his original ideas. About 46.8% sees 
their manager as a leader more than a manager itself. 44.7% agreed that their manager always look after 
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them as a father which contributed the lowest mean score of 3.11. The overall mean score of this section 
is 3.59. 
Table 3. Tabulation of mean score on paternalistic management style 
No Item S.D D U A S.A Mean 
Score 
4. The manager generously gives advice and support when 
his/her employees seek for his/her opinion. 
- 2 
(4.3%)
4 
(8.5%)
36 
(76.6%)
5 
(10.6%)
3.94 
8. He/She consults a variety of people when making 
decisions, but they tend to agree with his/her original idea 
anyway. 
- 5 
(10.6%)
7 
(14.9%)
29 
(61.7%)
6 
(12.8%)
3.77 
12. People see him/her as a leader but not a manager. - 9 
(19.1%)
10 
(21.3%)
22 
(46.8%)
6 
(12.8%)
3.53 
16. He/She is like a father figure towards the employees 
where he/she feels responsible in looking after them. 
2 
(4.3%)
12 
(25.5%)
12 
(25.5%)
21 
(44.7%)
- 3.11 
 Overall Mean Score      3.59 
In addition, table 4 of laissez faire section indicated 34.0% were uncertain whether their manager 
believes that his employees will come up with the best working methods when given minimal instruction. 
This statement contributed the least mean score of 2.87. Meanwhile, 46.8% agreed that their manager 
would get positive surprises when he leaves them alone. More than half of them, 57.4% agreed that their 
manager does not pay much attention onto small details. Majority of the employees, 66.0% agreed that 
their manager prefer his employees to get back to him rather than keeping in touch himself. It showed the 
highest mean score of 3.62. The overall mean score for laissez faire management style is 3.26.  
Table 4. Tabulation of mean score on laissez faire management style 
No Item S.D D U A S.A Mean 
Score 
3. He/She believes that people will come up with the best 
working methods when given minimal instruction. 
4 
(8.5%)
13 
(27.7%)
16 
(34.0%)
13 
(27.7%)
1 
(2.1%)
2.87 
7. He/She learnt that people will never fail to positively 
surprise him/her if he/she leaves them alone. 
2 
(4.3%)
9 
(19.1%)
14 
(29.8%)
22 
(46.8%)
- 3.19 
11. He/She does not pay much attention or control over minor 
details. 
1 
(2.1%)
9 
(19.1%)
10 
(21.3%)
27 
(57.4%)
- 3.34 
15. He/She prefers employees to get back to him/her rather 
than getting in touch himself/herself. 
- 4 
(8.5%)
11 
(23.4%)
31 
(66.0%)
1 
(2.1%)
3.62 
 Overall Mean Score      3.26 
There were 3 different dimensions being measured regarding employee’s well-being. There were 
physical health, psychological health and social health. Under physical health (shown in table 5), there 
were about 38.3% of the employees who do not suffer from any high blood pressure or elevated 
cholesterol. More than half of the employees, 53.2% seldom catch a cold or flu. There were 46.8% 
employees claimed that they had never fainted. It contributed the highest mean score of 4.17. About 
46.8% employees seldom feel shortness of breath while walking up the stairs. There were 36.2% 
employees seldom feel tired while working. It contributed the lowest mean score of 3.49. The overall 
mean value for physical health is 3.87. According to the overall mean score that is used as an indicator of 
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the level of employee’s well-being, it shows that mean value of 3.87 falls under the “high” category. It 
means that the employees working in the branch are healthy in the sense of physical health. 
Table 5. Tabulation of mean score on physical health 
No Item N S O F A Mean 
Score 
1. Do you have high blood pressure / elevated cholesterol / 
suffer from hypertension? 
18 
(38.3%)
14 
(29.8%)
 
11 
(23.4%)
4 
(8.5%)
- 3.98 
2. Do you catch cold or flu easily? 6 
(12.8%)
25 
(53.2%)
13 
(27.7%)
3 
(6.4%)
- 3.72 
3. Do you ever feel like fainting or nauseous? 22 
(46.8%)
16 
(34.0%)
5 
(10.6%)
3 
(6.4%)
1 
(2.1%)
4.17 
4. Do you feel shortness of breath while walking up the 
stairs? 
13 
(27.7%)
22 
(46.8%)
10 
(21.3%)
2 
(4.3%)
- 3.98 
5. Are you frequently tired while working? 7 
(14.9%)
17 
(36.2%)
16 
(34.0%)
6 
(12.8%)
1 
(2.1%)
3.49 
 Overall Mean Score      3.87 
* Cronbach’s Alpha (Į) value = 0.788 
 
Table 6 indicated results for psychological health which showed majority of the employees; 63.8% 
claimed that they seldom complain about the past. In addition, 46.8% employees seldom have problem in 
concentrating during work. Most of the employees, 55.3% seldom have difficulties falling asleep during 
the night. It contributed the least mean score of 3.79. About 48.9% employees seldom feel sad or 
depressed in the morning; morning blues which contributed the highest mean score of 4.11. About 53.2% 
of the employees claimed that they seldom suffer from a low sex drive. The overall mean score of 
psychological health is 3.95. Again, it shows a high level of psychological health among the employees 
working under the branch manager. Employees are said to be healthy psychologically.  
Table 6. Tabulation of mean score on psychological health 
No. Item N S O F A Mean 
Score 
1. Do you frequently spend a lot of time complaining about 
the past? 
7 
(14.9%)
30 
(63.8%)
9 
(19.1%)
1 
(2.1%)
- 3.92 
2. Have you recently been unable to concentrate on what 
you are doing? 
12 
(25.5%)
22 
(46.8%)
12 
(25.5%)
1 
(2.1%)
- 3.96 
3. Do you have difficulty falling asleep or maintaining 
sleep through the night? 
8 
(17.0%)
26 
(55.3%)
9 
(19.1%)
3 
(6.4%)
1 
(2.1%)
3.79 
4. Do you often feel sad or depressed, especially in the 
morning? 
15 
(31.9%)
23 
(48.9%)
8 
(17.0%)
1 
(2.1%)
- 4.11 
5. Do you suffer from a low sex drive? 12 
(25.5%)
25 
(53.2%)
8 
(17.0%)
2 
(4.3%)
- 4.00 
 Overall Mean Score      3.95 
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* Cronbach’s Alpha (Į) value = 0.794 
 
As shown in Table 7, 53.2% employees seldom consider themselves unhappy. About 59.6% 
employees seldom feel angry from time to time which contributed the least mean score of 3.75. Similarly, 
59.6% employees seldom feel unhappy working under the existing management. Meanwhile, the highest 
mean score (4.02) was recorded stating that 59.6% of employees seldom encounter conflicts with 
colleagues. Besides that, about 48.9% employees seldom envy and feel jealous about other employees 
who were praised of a good job. The overall mean score calculated was 3.92, which is considered high for 
an employee’s social health. Employees were seen comfortable in the social health context.  
Table 7. Tabulation of Mean Score on Social Health 
No. Item N S O F A Mean 
Score 
1. Do you consider yourself unhappy? 12 
(25.5%)
25 
(53.2%)
9 
(19.1%)
- 1 
(2.1%)
4.00 
2. Do you feel angry from time to time? 6 
(12.8%)
28 
(59.6%)
10 
(21.3%)
1 
(2.1%)
2 
(4.3%)
3.75 
3. Are you unhappy working under the existing 
management? 
9 
(19.1%)
28 
(59.6%)
8 
(17.0%)
2 
(4.3%)
- 3.94 
4. Do you envy others when they are praised for a good 
job? 
10 
(21.3%)
23 
(48.9%)
12 
(25.5%)
2 
(4.3%)
- 3.87 
5. Do you frequently encounter conflicts with your 
colleagues? 
10 
(21.3%)
28 
(59.6%)
9 
(19.1%)
- - 4.02 
 Overall Mean Score      3.92 
*Cronbach’s Alpha (Į) value = 0.720 
Table 8. Correlation between management styles and employees’ well-being; physical, psychological and social health 
Employees’ Well Being 
Management Style Physical Health Psychological Health Social Health 
Autocratic Style - 0.281 - 0.121 - 0.119 
Democratic Style 0.170 - 0.065 - 0.104 
Paternalistic Style 0.360* 0.314* 0.156 
Laissez Faire 0.084 0.148 0.153 
 
There were no significant relationship between autocratic style and physical, psychological, and social 
health (shown in table 8). All of the relationship was insignificant as all of the significant levels were 
beyond 0.01 and 0.05. It is obvious that there is no relationship exists between democratic style with 
physical, psychological and social health. The significant levels are insignificant to represent the 
population. Meanwhile, paternalistic style has a relatively low relationship between physical (0.36, p < 
0.05) and psychological health (0.31, p < 0.05). However, there is no significant relationship between 
paternalistic style and employees’ social health. Laissez faire management style is seen to have no 
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relationship at all with employees’ well-being. It is insignificant too as the significant level is too high 
and could not be generalized to the population. 
5.0. Discussions and conclusions 
Based on the findings, the authors managed to identify the perceived management style being 
practiced by the branch manager from the employees. Paternalistic management style was identified 
having the highest mean score (3.59) among the other three management styles. Employees felt that the 
branch manager would not hesitate to provide advice and support to his employees whenever they seek 
help from him. From the findings, physical health has a high mean score of 3.87. It can be concluded that 
employees working in the bank are in good shape physically. Most of them claimed that they do not have 
elevated blood pressure or cholesterol. By having a normal level of blood pressure and cholesterol, one 
has reduced risk of suffering from a heart attack, hypertension and other heart diseases. They only 
claimed feeling tired occasionally while working. This might due to a prolong hours of facing the 
computer screen or work overload while dealing with a number of customers a day that caused them to 
feel tired. In addition, the level of psychological health was also being evaluated; gaining a high mean 
score of 3.95. It shows that the employees are relatively healthy psychologically. They seldom find 
themselves complaining about their past. It shows that most of them do practice positive thinking. Most 
respondents were able to concentrate well while working and seldom find it depressing or saddening to 
come to work in the morning. Moreover, more than half of the employees working in the organization do 
not suffer from sleep difficulties through the night and seldom loses interest in their sex drive. The 
findings showed that most of the employees do not suffer from any of the problem stated earlier which 
are mostly stress related issues. As a result, they have better immune systems [20].  Furthermore, the 
authors also found out that the level of employees’ social health to be rather high with a mean score of 
3.92. More than half of the employees seldom consider themselves unhappy (53.2%) or angry (59.6%) 
working under the current management. This might due to the management suiting their style of working. 
They might also be given opportunities to express themselves while working which gave them a sense of 
belongingness that made them rather satisfied and happy. Results showed that only paternalistic style has 
a relationship with employees’ well-being. Paternalistic style has a low relationship with employees’ 
physical (r = 0.360, p < 0.05) and psychological health (r = 0.314, p < 0.05). It can be concluded that the 
manager who practices paternalistic style affects one’s physical and psychological health positively. 
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